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costs.54 However, with fairly minor changes in policy, firms can institute fringe benefits packages for part-timers that are both considerably more equitable than existing packages and proportionately no more costly.55 We would note that in one recent survey, working mothers listed part-time work with full benefits as the work alternative that would most relieve their work-family tensions (General Mills, 1981).
By way of summary we should emphasize that our discussion has necessarily focused on the potential value of permanent part-time work to employers and employees, because there appears to be little actual development of this employment policy. Certainly, there are very limited data about its scope and even less on its impact on workers and their family lives. The available evidence indicates a positive incentive for employers to use part-time employees in a variety of positions, but this evidence has proven insufficient to spur any notable growth.
Of course, it should be recognized that permanent part-time work is unlikely to provide a solution for single-parent working families, which need the income from a full-time job. The extent to which a policy could attract two-parent working families willing to trade some income for more time at home remains to be seen.
Job Sharing
A variety of initiatives that may be gathered together under the rubric of job sharing represent some of the more innovative attempts to accommodate the frequent desire for part-time careers. As Gretl Meier
54  ERISA stipulates that all otherwise qualified employees working 1,000 hours or more a year must be treated alike in a firm's pension plan. Because employer contributions are proportional to an employee's earnings, contributory costs are not higher for part-timers, but the cost of record-keeping is the same for part-timers and full-timers and thus proportionately higher for the former.
55  The federal government offers one model to its part-time employees. Annual and sick leaves are prorated by both hours and years worked; retirement and life insurance are based on earnings. For health insurance the government pays 60 percent for both full-time and part-time workers. Part-time workers who are covered through a spouse (or otherwise) do not have any incentive to participate; thus, the government saves the entire cost of health insurance for these workers. Companies could also turn to the much-discussed but little-implemented cafeteria system of providing employee benefits. The total value of employee benefits could be prorated for part-time employees, who could then make choices to fit their personal and family needs. Before cafeteria plans can be generally offered to part-time employees, though, life and health insurance companies must overcome their reluctance to include part-time workers in group plans. See Lazar (1975) for a detailed description of a benefits package designed to be equitable for part-time workers.ment of Health and Human Services (1980).eys. Journal of Marriage and the Family 40(2):.WI-,*1,1. Zellner, H. (1975) The determinants of occupational segregation. Pp. L'S MS m C  H
